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Kajian ini bertujuan untuk menguji kesan keempat-empat dimensi modal psikologi dan 
tingkah laku kepimpinan transformasi ke atas perilaku kewarganegaraan organisasi (OCB) 
dalam kalangan kakitangan di salah satu agensi kerajaan tempatan di zon tengah 
semenanjung Malaysia. Keempat-empat dimensi modal psikologi termasuk keberkesanan 
diri, harapan, daya tahan dan sikap optimis. Seramai 466 orang kakitangan dari agensi 
kerajaan tempatan tersebut telah dipilih secara persampelan purposif sebagai sampel 
untuk kajian ini. Data dianalisis menggunakan perisian SPSS versi 23. Analisis yang 
dijalankan termasuk analysis deskriptif, analisis korelasi Pearson dan analysis regrasi 
berganda. Hasil analisis regrasi berganda menunjukkan keberkesanan diri dan harapan 
tidak mempunyai hubungan yang signifikan dengan OCB. Daya tahan, sikap optimis dan 
tingkah laku kepimpinan transformasi menunjukkan hubungan positif yang signifikan 
dengan OCB manakala daya tahan menunjukkan hubungan negatif yang signifikan 
dengan OCB. Tingkah laku kepimpinan melaporkan signifikasi yang paling tinggi 
berbanding daya tahan dan sikap optimis.  
 
Kata Kunci: perilaku kewarganegaraan organisasi, modal psikologi, keberkesanan diri, 





























The main objective of this study is to examine the impact of the four dimensions of 
psychological capital and transformational leadership behavior on organizational 
citizenship behavior (OCB) among employees in one of the local government institutions 
in central region of Malaysia. The four dimensions of psychological capital are self-
efficacy, hope, resilience and optimism. Respondents of this study were 466 middle level 
management employees in the local government institution selected using purposive 
sampling. The instruments used in this study were Organizational Citizenship Behavior 
Questionnaire (OCBQ), Psychological Capital Questionnaire (PCQ) and Multifactor 
Leadership Questionnaire (MLQ). Data collected were analyzed using Statistical Package 
for Social Science (SPSS) version 23. Descriptive analysis, reliability analysis, Pearson 
correlation analysis and multiple regression analysis were conducted to analyze the data. 
Results from multiple regression analysis indicated that self-efficacy and hope were not 
significantly related to OCB while resilience reported negative significance with OCB. 
Optimism and transformational leadership were found to be positively and significantly 
related to OCB with transformational leadership reporting the highest significance.  
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Local governments are the lowest tier of government after the federal and state 
governments. Local governments are important entities managing all matters related to 
urban development besides providing various services to its local residents (Mohamad 
Ibrahim, Amin & Salleh, 2014). Despite being under the authority of state governments, 
local governments are given authority to make decisions to govern, execute and reinforce 
responsibilities in its designated district  as stated in Local Government Act 1976, Town 
and Country Planning Act 1976, and Street, Drainage and Building Act 1974 (Mohamad 
Ibrahim et al., 2014). Some of the important responsibilities performed by local 
government include approving and controlling all planning and development applications 
in its respective jurisdiction district, providing basic amenities for the local community, 
maintenance functions of urban infrastructure as well as collecting taxes (Mohamad 
Ibrahim et al., 2014).  
 The direct impact that local government services have on the community has 
caused them to be continually being appraised and evaluated by the public. Statistics by 
the Public Complaint Bureau have shown that local governments are one of the 
government agencies receiving high numbers of complaints from the public (Mohamad 
Ibrahim, Abd Ghani & Mohd Salleh Embat, 2013). This raises a concern of 
incompetency among local government employees. Therefore, a possible solution is 
required to increase public satisfaction towards local governments. Organizational 






Andrew, L. (2017, February 3). Bloated civil service. The Star Online. Retrieved from 
https://www.thestar.com.my/metro/views/2017/02/03/bloated-civil-service-high-
amount-of-taxpayers-money-is-used-to-pay-salaries-and-pensions-of-govt-st/ 
Abdul Majid, A. (2015). Job stress among government employees: The case in federal 
territory Putrajaya. (Master’s thesis). Universiti Utara Malaysia, Sintok. 
Aryee, S., Budhwar, P. S., and Chen, Z. X. (2002). Trust as a mediator of the relationship 
between organizational justice and work outcomes: Test of a social exchange model. 
Journal of Organizational Behavior, 23(3), 267–287. 
Avey, J. B., Luthans, F., & Youssef, C. M. (2009). The additive value of positive 
psychological capital in predicting work attitudes and behaviours. Journal of 
Management, 36, 430-452. doi: 10.1177/0149206308329961. 
Avey, J. B., Nimnicht, J. L., & Pigeon, N. G. (2010). Two field studies examining the 
association between positive psychological capital and employee performance. 
Leadership & Organization Development Journal, 31(5), 384-401. doi: 
10.1108/01437731011056425. 
Avey, J. B., Reichard, R. J., Luthans, F., & Mhatre, K. (2011). Meta-analysis of the 
impact of positive psychological capital on employee attitudes, behaviors, and 
performance. Human Resource Development Quarterly, 22(2), 127-152. doi: 
10.1002/hrdq.20070. 




Avey, J. B., Wernsing, T. S., & Luthans, F. (2008). Can positive employees help positive 
organizational change? Impact of psychological capital and emotions on relevant 
attitudes and behaviors. The Journal of Applied Behavioral Science, 44(1), 48-70. 
doi: 10.1177/0021886307311470. 
Bakker, A. B., & Demerouti, E. (2007). The job demands-resources model: state of the 
art. Journal of Managerial Psychology, 22(3), 309-328. doi: 
10.1108/02683940710733115. 
Bakker, A. B., Demerouti, E., & Verbeke, W. (2004). Using the job demands–resources 
model to predict burnout and performance. Human Resource Management, 43, 83 – 
104. 
Bandura, A. (1994). Self-efficacy. In V. S. Ramachaudran (Eds.), Encyclopedia of human 
behaviour (pp. 71-81). New York: Academic Press. 
Bass, B. M. (1999). Two decades of research and development in transformational 
leadership. European Journal of Work and Organizational Psychology, 8(1), 9-32. 
Bass, B. M., Avolio, B. J., & Atwater, L. (1996). The transformational and transactional 
leadership of men and women. Applied Psychology, 45(1), 5-34. 
Bass, B. M., Avolio, B. J., Jung, D. I., & Berson, Y. (2003). Predicting unit performance 
by assessing transformational and transactional leadership. Journal of Applied 
Psychology, 88(2), 207-218. doi: 10.1037/0021-9010.88.2.207. 




Bateman, T. S., & Organ, D. W. (1983). Job satisfaction and the good soldier: The 
relationship between affect and employee citizenship. Academy of Management 
Journal, 26, 595-597. 
Blau, P. M. (1964). Exchange and power in social life. New York, NY: John Wiley & 
Sons. 
Bond, T. G., & Fox, C. M. (3rd Ed.). (2015). Applying the Rasch model: Fundamental 
measurement in the human sciences. Mahwah, NJ: Lawrence Erlbaum. 
Bottomley, P., Sayed Mostafa, A. M., Gould-Williams, J. S., & Leon-Cazares, F. (2015). 
The impact of transformational leadership on organizational citizenship behaviors: 
The contingent role of public service motivation, British Journal of Management, 
27, 390-405. doi: 10.1111/1467-8551.12108. 
Burns, J. M. (1978). Leadership. New York: Harper & Row. 
Carless, S. A. (1998). Assessing the discriminant validity of transformational leader 
behaviour as measured by the MLQ. Journal of Occupational and Organizational 
Psychology, 71, 353-358. 
Chen, C. F., & Kao, Y. L. (2011). The antecedents and consequences of job stress of 
flight attendants – Evidence from Taiwan. Journal of Air Transport Management, 
17(4), 253-255. doi: 10.1016/j.jairtraman.2011.01.002. 
Chua, A. (2019, January 19). Cuepacs: Govt should tackle stress problem, revise living 
allowance. The Star Online. Retrieved from 






Cintantya, H., & Salendu, A. (n.d.). The relationship between psychological capital and 
organizational citizenship behavior among employees in Bank Syariah X.  
Conway, A. M., Tugade, M. M., Catalino, L. I., & Fredrickson, B. L. (2012). The 
broaden-and-build theory of positive emotions: Form, function and mechanism. 
Diener, E., & Biswas-Diener, R. (2008). Happiness: Unlocking the mysteries of 
psychological wealth. Blackwell Publishing: USA. 
Dumdum, U. R., Lowe, K. B., & Avolio, B. J. (2002). A meta-analysis of 
transformational and transactional leadership correlates of effectiveness and 
satisfaction: An update and extension. Transformational and Charismatic 
Leadership, 2, 35-66. doi: 10.1108/S1479-3571(2013)0000005008. 
Everly, G. S., McCormack, D. K., & Strouse, D. A. (2012). Seven characteristics of 
highly resilient people: Insights from navy SEALs to the “greatest generation”. 
International Journal of Emergency Mental Health, 14(2). 
Fredrickson, B. L. (1998). What good are positive emotions? Rev Gen Psychol, 2(3), 300-
319. doi: 10.1037/1089-2680.2.3.300. 
Fredrickson, B. L. (2001). The role of positive emotions in positive psychology: The 
broaden-and-build theory of positive emotions. Am Psychol, 56(3), 218-226. 
Fredrickson, B. L. (2004). The broaden-and-build theory of positive emotions. The Royal 
Society, 359, 1367-1377. doi: 10.1098/rstb.2004.1512. 




Fredrickson, B. L. (2013). Positive emotions broaden-and-build, Advances in 
Experimental Social Psychology, 47 
Fredrickson, B. L., Cohn, M. A., Coffey, K. A., Pek, J., & Finkel, S. M. (2008). Open 
hearts build lives: Positive emotions, induced through loving-kindness meditation, 
build consequential personal resources. J Pers Soc Psychol, 95(5), 1045-1062. doi: 
10.1037/a0013262. 
Golestaneh, S. Y. (2014). The relationship between psychological capital and 
organizational citizenship behavior. Management and Administrative Sciences 
Review, 3(7), 1165-1173. 
Haghighi, F. B., & Maleki, Z. V. (2016). The relationship between transformational 
leadership style and behavior of organizational citizen (case study: Ghavamin bank). 
International Journal of Learning and Development, 6(3), 80-91. doi: 
10.5296/ijld.v6i3.9797. 
Hoffman, B. J., Blair, C. A., Meriac, J. P., & Woehr, D. J. (2007). Expanding the 
criterion domain? A quantitative review of the OCB literature. Journal of Applied 
Psychology, 92(2), 555-566. doi: 10.1037/0021-9010.92.2.555. 
Hooi, S. S., & Ali, H. (2017). Can stressed employees perform organizational citizenship 
behavior. Journal of Advanced Management Science, 5(2), 121-126. doi: 
10.18178/joams.5.2.121-126 
Humphrey, A. (2012). Transformational leadership and organizational citizenship 
behaviors: The role of organizational identification. The Psychologist-Manager 
Journal, 15, 247-268. doi: 10.1080/10887156.2012.731831. 




Hu, Q., & Schaufeli, W. B. (2011). Job insecurity and remuneration in chinese family-
owned business workers. Career Development International, 16(1), 6-19. doi: 
10.1108/13620431111107784. 
Ibrahim, R., Amin, A., Ghani, M. A., Hashim, N., & Salleh, M. (2015). Organisational 
citizenship behavior readiness: A demographic study on local government 
employees in southern region of Malaysia. Social Sciences & Humanities, 23, 51-62.  
Ismail, N., Kinchin, G., & Edwards, J. A. (2018). Pilot study, does it really matter? 
Learning lessons from conducting a pilot study for a qualitative PhD thesis. 
International Journal of Social Science Research, 6(1). doi: 
10.5296/ijssr.v6i1.11720. 
Jha, S. (2014). Transformational leadership and psychological empowerment: 
Determinants of organizational citizenship behavior. South Asian Journal of Global 
Business Research, 3(1), 18-35. doi: 10.1108/SAJGBR-04-2012-0036. 
Joo, B. K., & Jo, S. J. (2017). The effects of perceived authentic leadership and core self-
evaluations on organizational citizenship behavior: The role of psychological 
empowerment as a partial mediator. Leadership & Organization Development 
Journal, 38(3), 463-481. doi: 10.1108/LODJ-11-2015-0254. 
Kandan, P., & Ibrahim, A. (2010). A correlation study of leader-member exchange and 
organizational citizenship behavior in a public sector organization. Journal of 
global Business and Economics, 1(1), 62-78. 
Katz, D. (1964). The motivational basis of organizational behavior. Behavioral Science, 
9, 131–146. 




Kim, H. (2014). Transformational leadership, organizational clan culture, organizational 
affective commitment, and organizational citizenship behavior: A case of South 
Korea’s public sector. Public Organiz Rev, 14, 397-417. doi: 10.1007/s11115-013-
0225-z. 
Kiyani, A. A., Ayyup, K., & Rasool, S. (2019). Construct validation of organizational 
citizenship behavior in an asian context: An evidence among academicians in 
private universities in Pakistan. Social Sciences & Humanities, 27(2), 155-172. 
Koys, D. J. (2001). The effects of employee satisfaction, organizational citizenship 
behavior, and turnover on organizational effectiveness: A unit-level, longitudinal 
study. Personnel Psychology, 101-114. 
Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for research activities. 
Educational and Psychological Measurement, 30, 607-610. 
Kuala Lumpur City Hall (2016, December). Kuala Lumpur Integrated System of Public 
Complaints Report 2016. Unpublished intranet document. 
Kuala Lumpur City Hall (2017, December). Kuala Lumpur Integrated System of Public 
Complaints Report 2017. Unpublished intranet document. 
Kuala Lumpur City Hall (2018, December). Kuala Lumpur Integrated System of Public 
Complaints Report 2018. Unpublished intranet document. 
Lee, U. H., Kim, H. K., & Kim, Y. H. (2013). Determinants of organizational citizenship 
behavior and its outcomes. Global Business and Management Research: An 
International Journal, 5(1), 54-65. 




Luthans, F. (2002). The need for and meaning of positive organisational behaviour. 
Journal of Organisational Behaviour, 3, 695-706. 
Luthans, F., Avey, J. B., Avolio, B. J., Norman, S. M., & Combs, G. M. (2006). 
Psychological capital development: Toward a micro-intervention. Journal of 
Organizational Behavior, 27, 387-393. doi: 10.1002/job.373. 
Luthans, F., Avolio, B. J., Avey, J. B., & Norman, S. M. (2007). Positive psychological 
capital: Measurement and relationship with performance and satisfaction. Personnel 
Psychology, 60, 541-572. 
Luthans, F., Avolio, B. J., Walumbwa, F. O., & Li, W. (2005). The psychological capital 
of Chinese workers: Exploring the relationship with performance. Management and 
Organization Review, 1(2), 249-271. 
Luthans, F., Youssef, C. M., & Avolio, B. J. (2007). Psychological capital: Developing 
the human competitive edge. Oxford: Oxford University Press. 
Luthans, F., & Youssef, C. M. (2004). Human, social, and now positive psychological 
capital management: Investing in people for competitive advantage. Organisational 
Dynamics, 33, 143-160. 
Maslach, C., & Leither, M. P. (2008). Early predictors of job burnout and engagement. J. 
Appl. Psychol, 93, 498-512. 
Masten, A. S. (2001). Ordinary magic: Resilience process in development. American 
Psychologist, 56, 227-239. 




Miao, R. T. (2011). Perceived organizational support, job satisfaction, task performance 
and organizational citizenship behavior in China. Institute of Behavioral and 
Applied Management. 
Mohamad Ibrahim, R., Abd Ghani, M., Hashim, N. H., Amin, A., & Salleh, M. (2016). 
Organizational citizenship behavior evaluation: Insights from local government 
agency in Malaysia. International Business Management, 10(9), 1592-1598. 
Mohamad Ibrahim, R., Abd Ghani, M., & Mohd Salleh Embat, A. M. (2013). 
Organizational citizenship behavior among local government employees in east 
coast Malaysia: A pilot study. International Business Research, 6(6), 83-94. doi: 
10.5539/ibr.v6n6p83. 
Mohamad Ibrahim, R., Amin, A., & Salleh, M. (2014). The role of leader-member 
exchange in elevating local government employees’ organizational citizenship 
behavior: An empirical evidence from east coast Malaysia. International Journal of 
Business and Social Science, 5(6), 161-170. 
Mohanty, N., & Kolhe, S. M. (2016). Understanding psychological capital: Research 
perspectives. Indian Journal of Positive Psychology, 7(4), 485-494. 
Mohd Yunus, J., & Mahajar, A. J. (2011). Stress and psychological well-being of 
government officers in Malaysia. The Journal of Human Resource and Adult 
Learning, 7(2), 40-50. 
Moon, K. K. (2016). The effects of diversity and transformational leadership climate on 
organizational citizenship behavior in the U.S. federal government: An 




organizational-level longitudinal study. Public Performance & Management Review, 
40(2), 361-381.  
Muenjohn, N., & Armstrong, A. (2008). Evaluating the structural validity of the 
multifactor leadership questionnaire (MLQ), capturing the leadership factors of 
transformational-transactional leadership. Contemporary Management Research, 
4(1), 3-14. 
Murthy, R. K. (2014). Psychological capital, work engagement and organizational 
citizenship behavior. Sinhgad Institute of Management and Computer Application, 
347-358. 
Nafei, W. (2015). Meta-analysis of the impact of psychological capital on quality of work 
life and organizational citizenship behavior: A study on Sadat City University. 
International Journal of Business Administration, 6(2), 42-59. doi: 
10.5430/ijba.v6n2p42. 
Nohe, C., & Hertel, G. (2017). Transformational leadership and organizational 
citizenship behavior: A meta-analytic test of underlying mechanisms. Frontiers in 
Psychology, 8(1364). doi: 10.3389/fpsyg.2017.01364. 
Norman, S. M., Avey, J. B., Nimnicht, J. L., & Pigeon, N. G. (2010). The interactive 
effects of psychological capital and organizational identity on employee 
organizational citizenship and deviance behaviors. Journal of Leadership & 
Organizational Studies, 17(4), 380-391. doi: 10.1177/1548051809353764. 
Official Portal of Public Service Department (2019). Retrieved from 
http://www.interactive.jpa.gov.my/ezskim/index.asp 




Olcer, F., Florescu, M. S., & Nastase, M. (2014). The effects of transformational 
leadership and emotional intelligence of managers on organizational citizenship 
behaviors of employees. International Comparative Management, 15(4).  
Organ, D. W., Podsakoff, P. M., & MacKenzie, S. B. (2006). Organizational citizenship 
behavior: Its nature, antecedents, and consequences. Thousand Oaks, CA: Sage. 
Organ, D. W. (1988). Organizational citizenship behavior. The good soldier syndrome. 
Lexington, MA: Lexington Books. 
Ozturk, F. (2010). Determinants of organizational behaviors among knowledge workers: 
The role of job characteristics, job satisfaction, and organizational commitment 
(Master’s thesis). Retrieved from http://citeseerx.ist.psu.edu. 
Paul, H., Bamel, U. K., & Garg, P. (2016). Employee resilience and OCB: Mediating 
effects of organizational commitment. The Journal for Decision Makers, 41(4), 
308-324. doi: 10.1177/0256090916672765. 
Pillay, K. (2012). Happiness, psychological capital and organizational citizenship 
behavior of employees in a financial institution in Durban (Master’s thesis). 
University of KwaZulu-Natal, Durban, South Africa. 
Podsakoff, N. P., Whiting, S. W., Podsakoff, P. M., & Blume, B. D. (2009). Individual 
and organizational level consequences of organizational citizenship behaviors: A 
meta-analysis. Journal of Applied Psychology, 94(1), 122-141. 
Podsakoff, P. M., Mackenzie, S. B., Moorman, R. H., & Fetter, R. (1990). 
Transformational leader behaviors and their effects on followers’ trust in leader, 




satisfaction, and organizational citizenship behaviors. Leadership Quarterly, 1(2), 
107-142. 
Podsakoff, P. M., Mackenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000). 
Organizational citizenship behaviors: A critical review of the theoretical and 
empirical literature and suggestions for future research. Journal of Management, 
26(3), 513-563. 
Pooja, A. A., Clercq, D. D., & Belausteguigoitia, I. (2016). Job stressors and 
organizational citizenship behavior: The roles of organizational commitment and 
social interaction. Human Resource Development Quarterly, 27(3), doi: 
10.1002/hrdq.21258 
Pradhan, R. K., Jena, L. K., & Bhattacharya, P. (2016). Impact of psychological capital 
on organizational citizenship behavior: Moderating role of emotional intelligence. 
Cogent Business & Management, 3, 1-16. 
Purvanova, R. K., Bono, J. E., & Dzieweczynski, J. (2006). Transformational leadership, 
job characteristics, and organizational citizenship performance. Human 
Performance, 19(1), 1-22. doi: 10.1207/s15327043hup1901_1. 
Rockinson-Szapkiw, A. J. (2012). Investigating uses and perceptions of an online 
collaborative workspace for the dissertation process. Research in Learning 
Technology, 20, 267-282. doi: http://dx.doi.org/10.3402/rlt.v20i0.18192 
Ryff, C. D., & Singer, B. (2003). Flourishing under fire: Resilience as a prototype of 
challenged thriving. doi: 10.1037/10594-001. 




Sanati, S. S., & Nikbakhsh, R. (2014). The relationship between transformational 
leadership style and organization citizenship behavior in physical education experts 
in University of Applied Science and Technology in Iran. International Journal of 
Sport Studies, 4(11), 1436-1441.  
Seligman, M. E. P. (1998), Learned optimism. New York, NY: Pocket Books. 
Sesen, H., Cetin, F., & Basim, H. N. (2011). The effect of burnout on organizational 
citizenship behaviour: The mediating role of job satisfaction. International Journal 
of Contemporary Economics and Administrative Sciences, 1(1), 40-64.  
Shahidan, T. (2011). Impact of transformational leadership on organizational citizenship 
behavior (Master’s thesis). Universiti Utara Malaysia, Sintok. 
Shahnawaz, M. G., & Jafri, M. H. (2009). Psychological capital as predictors of 
organizational commitment and organizational citizenship behavior. Journal of the 
Indian, 35, 78-84. 
Shukla, A., & Singh, S. (2013). Psychological capital & citizenship behavior: Evidence 
from telecom sector in India. The Indian Journal of Industrial Relations, 49(1), 97-
110. 
Smith, C. A., Organ, D. W., & Near, J. P. (1983). Organizational citizenship behavior: Its 
nature and antecedents. Journal of Applied Psychology, 68(4), 653-663. 
Snyder, C. R., & Lopez, S. J. (2002). Handbook of positive psychology. Journal of Public 
Administration Research and Theory, 22, 573-596. doi: 10.1093/jopart/mur036. 




Suliman, A., & Obaidli, H. A. (2013). Leadership and organizational citizenship behavior 
(OCB) in the financial service sector: The case of the UAE. Asia-Pacific Journal of 
Business Administration. 5(2), 115-134. doi: 10.1108/175743211311321603. 
Tepper, B. J., & Percy, P. M. (1994). Structural validity of the multifactor leadership 
questionnaire. Educational and Psychological Measurement, 54(3), 734-744. doi: 
10.1177/0013164494054003020 
Tonkin, T. H. (2013). Authentic versus transformational leadership: Assessing their 
effectiveness on organizational citizenship behavior of followers. International 
Journal of Business and Public Administration, 10(1), 40-61. 
Tracey, J. B., & Hinkin, T. R. (1998). Transformational leadership or effective 
managerial practices?. Group and Organization Studies, 23(3), 220-236. 
Tresna, P. W. (2016). The influence of transformational leadership to organizational 
citizenship behavior with job satisfaction as mediator variable (study about 
leadership of the chairmen at three universities in Tasikmalaya). Review of 
Integrative Business and Economics Research, 5(2), 295-303. 
Tugade, M. M., & Fredrickson, B. L. (2004). Resilient individuals use positive emotions 
to bounce back from negative emotional experiences. J Pers Soc Psychol, 86(2), 
320-333. doi: 10.1037/0022-3514.86.2.320. 
Turek, D. (2014). Citizenship behaviors in the workplace: The relationships between 
psychological capital and leader-member exchange. The mediating role of 
organizational justice and job satisfaction. Warsaw School of Economics. 




Velickovska, I. (2017). Organizational citizenship behavior- definition, determinants and 
effects. Engineering Management, 3(1), 40-51. 
Vigoda-Gadot, E., & Beeri, I. (2011). Change-oriented organizational citizenship 
behavior in public administration: The power of leadership and the cost of 
organizational politics. 
Waters, B. (2013, May 21). 10 traits of emotionally resilient people. Psychology Today. 
Retrieved from https://www.psychologytoday.com/us/blog/design-your-
path/201305/10-traits-emotionally-resilient-people. 
Waugh, C. E., & Fredrickson B. L. (2006). Nice to know you: Positive emotions, self–
other overlap, and complex understanding in the formation of a new relationship. J 
Posit Psychol, 1(2), 93-106, doi: 10.1080/17439760500510569. 
Williams, L. J., & Anderson, S. E. (1991). Job satisfaction and organizational 
commitment as predictors of organizational citizenship and in-role behaviors. 
Journal of Management, 17, 601-617. 
Wynant, W. B., & Ikwukananne, U. (2014). The relationship between HRM practices and 
turnover intentions: A study of government and employee organizational citizenship 
behavior in the Virgin Islands. Public Personnel Management, 43(1), 58-82. doi: 
10.1177/0091026013508546. 
Yammarino, F. J., & Dubinsky, A. J. (1994). Transformational leadership theory: Using 
levels of analysis to determine boundary conditions. Personnel Psychology, 47. 
Zikmund, W. G., Babin, B. J., Carr, J. C., & Griffin, M. (9th Ed.). (2013). Business 
research methods. South-Western, USA: Cengage Learning. 






LETTER OF INFORMED CONSENT 
My name is Wendy Choong and I am Masters of Human Resource Management student 
from Universiti Utara Malaysia. As a final year student, I am required to conduct a 
research study on the topic “The Impact of Psychological Capital and Transformational 
Leadership Behavior on OCB among Employees in One of the Local Government 
Agency in Central Region of Malaysia”. The purpose of this research is to determine 
whether employees’ positive psychological state as well transformational leadership 
behavior among leaders in the organization has any impact on employees’ OCB.  
 
Findings obtained from this study will only be used for academic purposes and will not 
be used for any other purpose that has not been specified. Your participation in the study 
will be voluntary, and confidentiality and anonymity is guaranteed. In no way will your 
responses impact your job at the organization. You have the right to not participate in the 
study, and you are free to withdraw from the research at any time without any negative 
consequences.  
 
If you have any queries please do not hesitate to contact me at 010-4625103 or my 
supervisor of this research at feeyean@uum.edu.my  













Please tick in the most appropriate box. [ √ ] 
 
1. Kindly indicate your gender: 
Male [   ] 
Female [   ] 
 
2. What is your age bracket? 
18 to 24 Years [   ] 
25 to 29 Years [   ] 
30 to 34 Years [   ] 
35 to 39 Years [   ] 
40 to 44 Years [   ] 
Above 45 Years [   ] 
 
3. Race: 
Chinese [   ] 
Malay    [   ] 
Indian    [   ] 
Others:     (Please Indicate) 
 
4. What is your highest education qualification? 
PHD   [   ] 
Master Degree [   ] 
Bachelor Degree [   ] 
Diploma/Certificate [   ] 
STPM/SPM  [   ] 
Others:     (Please Indicate) 
 
3. What is your level in the organization? 
Non-management  [   ] 
Lower management  [   ] 
Mid-management  [   ] 
Senior management  [   ] 
 
 




4. What is your salary range? 
RM 1100 – RM 2000 [   ] 
RM 2100 – RM 3000 [   ] 
RM 3100 – RM 4000 [   ] 
RM 4100 – RM 5000 [   ] 
RM 5100 – RM 6000 [   ] 
RM 6100 – RM 7000 [   ] 
RM 7100 – RM 8000 [   ] 
>RM 8000  [   ] 
 
4. How long have you served in this organization? 
3-5 years  [   ] 
6-10 years  [   ] 
11-15 years  [   ] 
16-20 years  [   ] 
21 years or more [   ] 
 
5. What is the size of your department? 
10 or less [   ] 
11-20   [   ] 
21-30   [   ] 
31-40   [   ] 




























PSYCHOLOGICAL CAPITAL QUESTIONNAIRE (PCQ) 
Instructions:  
 
Below are statements that describe how you may think about yourself right now. Please rate the 
extent to which you agree or disagree with the following statements by circling the appropriate 
number on the 1 to 6 point scale supplied. There is no right or wrong answers for these 




Disagree Neutral Agree 
Strongly 
Agree 
1. I feel confident analyzing a long-term 
problem to find a solution. 
 
1 2 3 4 5 
2. I feel confident representing my 
work area in meetings with 
management. 
 
1 2 3 4 5 
3. I feel confident contributing to 
discussions about the company’s 
strategy. 
 
1 2 3 4 5 
4. I feel comfortable helping to set 
targets/goals in my work area. 
 
1 2 3 4 5 
5. I feel confident contacting people 
outside the company (e.g. customers) 
to discuss problems. 
 
1 2 3 4 5 
6. I feel confident presenting 
information to a group of colleagues. 
 
1 2 3 4 5 
7. If I should find myself in a jam, I 
could think of ways to get out of it. 
 
1 2 3 4 5 
8. At the present time, I am 
energetically pursuing my goals. 
 
1 2 3 4 5 
9. There are lots of ways around any 
problem that I am facing now. 
 
1 2 3 4 5 
10. Right now, I see myself as being 
pretty successful. 1 2 3 4 5 
11. I can think of many ways to reach 1 2 3 4 5 
     




my current goals. 
 
12. At this time, I am meeting the goals 
that I have set for myself.  
 
1 2 3 4 5 
13. When I have a setback at work, I 
have trouble recovering from it, and 
moving on.  
 
1 2 3 4 5 
14. I usually manage difficulties one 
way or another at work.  
 
1 2 3 4 5 
15. I can be “on my own”, so to speak, 
at work if I have to.  
 
1 2 3 4 5 
16. I usually take stressful things at 
work in stride.  
 
1 2 3 4 5 
17. I can get through difficult times at 
work because I’ve experienced 
difficulty before. 
 
1 2 3 4 5 
18. I feel I can handle many things at a 
time at this job.  
 
1 2 3 4 5 
19. When things are uncertain for me at 
work, I usually expect the best.  
 
1 2 3 4 5 
20. If something can go wrong for me 
work-wise, it will.  
 
1 2 3 4 5 
21. I always look on the bright side of 
things regarding my job.  
 
1 2 3 4 5 
22. I’m optimistic about what will 
happen to me in the future as it pertains 
to work.  
 
1 2 3 4 5 
23. In this job, things never work out 
the way I want them to.  
 
1 2 3 4 5 
24. I approach this job as if “every 
cloud has a silver lining”. 
 
1 2 3 4 5 
 
 






TRANSFORMATIONAL LEADERSHIP QUESTIONNAIRE 
Instructions: 
 
In the table below, please rate the extent to which you agree or disagree with the following 
statements by circling the appropriate number on the 1 to 6 point scale supplied. There is no 
right or wrong answers for these questions. It is important that you respond to each question. 




Disagree Neutral Agree 
Strongly 
Agree 
Idealized influence      
1. I feel proud to be associated with 
my team leader. 1 2 3 4 5 
2. I have complete faith in my team 
leader. 
 
1 2 3 4 5 
3. My team leader has a sense of 
mission which he/she transmits to 
me. 
 
1 2 3 4 5 
4. Team leader always expresses 
satisfaction when his/her expectations 
are met. 
 
1 2 3 4 5 
5. I have a strong conviction in my 
team leader’s beliefs and values. 
 
1 2 3 4 5 
Inspirational motivation      
6. My team leader sets high standards 
for my work. 
 
1 2 3 4 5 
7. My team leader is a role model for 
me. 
 
1 2 3 4 5 
8. My team leader develops ways to 
encourage me. 
 
1 2 3 4 5 
9. My team leader talks optimistically 
about the future. 
 
1 2 3 4 5 
10. I have complete confidence in my 
team leader. 1 2 3 4 5 





Intellectual stimulation      
11. My team leader always shows 
how to look at old problems in new 
ways. 
1 2 3 4 5 
12. My team leader always 
emphasizes my use of intelligence to 
overcome obstacles. 
 
1 2 3 4 5 
13. My team leader makes me back 
up my opinions with good reasoning. 
 
1 2 3 4 5 
14. My team leader always mobilizes 
a collective sense of mission. 
 
1 2 3 4 5 
15. My team leader suggests new 
ways of completing the tasks 
assigned. 
 
1 2 3 4 5 
Individualized consideration      
16. My team leader gives personal 
attention to me when I seem 
neglected. 
 
1 2 3 4 5 
17. My team leader finds out what I 
want and helps me to get it. 
 
1 2 3 4 5 
18. My team leader appreciates when 
I do good job. 
 
1 2 3 4 5 
19. My team leader spends time in 
coaching and teaching every staff 
members. 
 
1 2 3 4 5 
20. My team leader treats me as an 
individual rather than just a member 
of the group. 
 
1 2 3 4 5 
 
      
   3  4  5  6  
   3  4  5  6  
   3  4  5  6  
 






ORGANIZATIONAL CITIZENSHIP BEHAVIOR QUESTIONNAIRE 
Instructions: 
 
In the table below, please rate the extent to which you agree or disagree with the 
following statements by circling the appropriate number on the 1 to 6 point scale supplied. 
There is no right or wrong answers for these questions. It is important that you respond to 




Disagree Neutral Agree 
Strongly 
Agree 
1. I help others who have heavy 
workloads.  
 
1 2 3 4 5 
2. I am the classic “squeaky 
wheel” that always needs greasing.  
 
1 2 3 4 5 
3. I believe in giving an honest 
day‘s work for an honest day‘s 
pay.  
1 2 3 4 5 
4. I consume a lot of time 
complaining about trivial matters.  
 
1 2 3 4 5 
5. I try to avoid creating problems 
for co-workers.  
 
1 2 3 4 5 
6. I keep abreast of changes in the 
organization.  
 
1 2 3 4 5 
7. I tend to make “mountains out 
of molehills”. 
 
1 2 3 4 5 
8. I consider the impact of my 
actions on coworkers.  
 
1 2 3 4 5 
9. I attend meetings that are not 
mandatory, but are considered 
important.  
1 2 3 4 5 
10. I am always ready to lend a 
helping hand to those around me.  
 
1 2 3 4 5 
11. I attend functions that are not 
required, but help the company 
image.  
1 2 3 4 5 




12. I read and keep up with 
organization announcements, 
memos, and so on.  
 
1 2 3 4 5 
13. I help others who have been 
absent.  
 
1 2 3 4 5 
14. I do not abuse the rights of 
others.  
 
1 2 3 4 5 
15. I willingly help others who 
have work related problems.  
 
1 2 3 4 5 
16. I always focus on what‘s 
wrong, rather than the positive 
side.  
 
1 2 3 4 5 
17. I take steps to try to prevent 
problems with other workers.  
 
1 2 3 4 5 
18. My attendance at work is 
above the norm.  
 
1 2 3 4 5 
19. I always find fault with what 
the organization is doing.  
 
1 2 3 4 5 
20. I am mindful of how my 
behavior affects other people‘s 
jobs.  
 
1 2 3 4 5 
21. I do not take extra breaks.  
 
1 2 3 4 5 
22. I obey company rules and 
regulations even when no one is 
watching.  
 
1 2 3 4 5 
23. I help orient new people even 
though it is not required.  
 
1 2 3 4 5 
24. I am one of the most 
conscientious employees.  
 
1 2 3 4 5 
 
THANK YOU! 
Universlti Utara Malaysia 
